It has long been suggested that the industrial structure in Britain is partitioned along core-periphery lines, as posited in segmented labour market theory. Empirical evidence for this proposition, however, has not been strong. In contrast to previous work, this study uses establishment-level data, which is generally recognised to be the most appropriate level of analysis. The results are supportive of a segmentation approach (though the nature of this segmentation is more complex than simple dualist models suggest), but it is shown to be strongly associated with expected outcome variables, particularly those relating to employment stability and low pay.
Introduction
It is now more than twenty years since Bosanquet and Doeringer asserted that the British labour market had the characteristics of a dual labour market (Bosanquet and Doeringer, 1973) . Empirical analysis, however, has not indicated that the labour market in Britain is strongly segmented. Some studies have concluded that there is little or no evidence of segmentation (McNabb, 1987; McNabb and Psacharopoulos, 1981; Sloane et al., 1993) , whereas others have found evidence of a limited form of segmentation (McNabb and Ryan, 1990; Mayhew and Rosewell, 1979; Green, 1992; Gallie and White, 1994) .
The shortcomings and limitations of many empirical studies of segmentation are well documented (McNabb and Ryan, 1989; Reich, 1984; Cain, 1976) . A major problem is that much of the existing empirical research has focused on a narrow set of hypotheses derived from a simplistic version of segmentation theory. In particular, it has been dominated by the issue of whether it is possible to identify different behavioural relationships (most notably relating to earnings determination) within each segment of the labour market, resulting from structural differences in the way labour market segments operate. Many of the empirical studies based on these hypotheses are subject to truncation bias arising from the use of endogenously determined variables to define labour market segments. In addition, it is far from clear what exactly would constitute evidence of segmentation. As Ryan (1981) points out, die incremental formulation of many of these tests (which involves a comparison of rates of return to human capital variables between segments) is neither necessary nor sufficient for determining the validity of the labour market segmentation hypothesis.
An alternative approach, which provides a more satisfactory avenue for quantitative research, attempts to identify segments of firms or establishments on the basis of exogenous variables associated with industrial structure, the nature of the product market and the nature of work organisation within the firm (Green, 1992; Gallie and White, 1994) . The prime objectives of this line of research are to see whether these reflect the postulated distinction between core and periphery sectors, and to examine whether there is any association between this division and key labour market outcomes (Oster, 1979; Buchele, 1983) . The underlying theoretical framework conceives of segmentation in the labour market as a consequence of divergent strategies adopted by employers (Rubery, 1994) .
A major problem with UK research has been the highly aggregated type of data employed. A number of researchers have emphasised that the establishment is the most appropriate unit of analysis and provides a more satisfactory test of industrial segmentation than the more aggregated units of analysis usually employed (see Buchele, 1983; Edwards, 1979; and Doeringer and Piore, 1971) . Establishment data have the advantage over more aggregated data in that they allow for the possibility that one organisation with a number of establishments may locate its more favourable employment in some of its establishments and concentrate its less favourable jobs in others, possibly located in peripheral regions or countries. It also recognises that managers within establishments have some autonomy in their employment strategies. However, with a few notable exceptions (Sloane et aL, 1993;  and the studies in Rubery and Wilkinson, 1994) , the demand-side data used in UK research relate to industries rather than establishments. Moreover, even when establishment data are used, they are of a very limited kind, omitting proxies for many of the key variables in the segmentation debate (Sloane et aL, 1993) .
A further problem is that many studies suggest that evidence in support of segmentation must include a distinct bi-modal distribution with respect to the main characteristics defining segmentation. This is clearly not the case, as segmentation concerns two or, probably, more segments operating in distinctively different ways. Whether the pattern of their distribution is bi-modal or not is irrelevant (Green, 1992) . Indeed, the emphasis of recent segmentation literature has been on differentiation rather than segmentation (Rubery and Wilkinson, 1994) . This is seen to stem in large pan from the development of new employer strategies for the organisation of work, reflecting both the increasing and changing nature of product market competition (Rubery, 1994) .
The analysis summarised in this paper examines two main issues that develop this notion of differentiation. First, is there evidence of structural differentiation in the UK along the lines suggested by a simplistic interpretation of segmentation theory and, if not, is a more general approach based on segmentation theory applicable? This analysis will centre on the hypothesis that clearly identifiable groups of establishment characteristics exist which conform to segmentation theory. Second, the analysis will consider whether any structural differentiation observed has an impact on labour market outcomes. Attention here is on the extent to which significant differences in voluntary labour turnover, the incidence of industrial action, labour productivity, redundancy propensity and low pay are evident between any core and periphery clusters identified.
The current analysis therefore differs from previous research in two crucial respects. First, the hypotheses tested are more directly grounded in segmentation theory and do not rely on tests which have been seriously called into question by theorists and empirical researchers. Second, the analysis uses data relating to what is arguably the most appropriate level of analysis-the establishment. Moreover, the vector of variables relating to segmentation theory is extremely comprehensive. In consequence, the tests performed in this paper can be regarded as the most appropriate undertaken thus far on the question of segmentation in Britain.
Testing for segmentation

The changing face of segmentation
It has long been recognised that an important factor promoting variations in industrial organisation, employment structure and labour market outcomes is the nature of the product markets in which firms compete. Early segmentation research focused on the way product markets evolved from being centred on local markets to being dominated by large-scale producers operating in national and international markets (Piore, 1970; Gordon, Edwards and Reich, 1982) . The driving force in this evolution was seen to be the stability of product demand. Firms facing stable demand were deemed to invest in largescale, capital-intensive methods of production and to develop favourable conditions of employment so as to encourage a stable workforce. Those facing less stable demand were seen to adopt methods of production which were more labour-intensive and associated with less favourable conditions of employment. Central to this analysis is the nature of the internal labour market adopted by firms. Good jobs were located in those firms with structured internal labour markets and employment strategies aimed at promoting commitment and stability. The basic concept emanating from this analysis was the dual labour market hypothesis, suggesting a strict bifurcation (or, in some cases, trifurcation) between firms in terms of structural characteristics and labour market outcomes.
In early (mainly US-oriented) variants of the theory, unions were accorded a limited role in promoting segmentation. However, it is clear that this role is likely to be more wide-ranging in countries such as Britain than in the United States, where unions are more prevalent. The role of unions has largely been seen as one of encouraging the development of 'core' employment conditions for workers where they might not otherwise occur. It has also been seen to involve the distribution of the benefits of changes to industrial organisation initiated by employers and, in particular, protecting the privileged employment conditions of workers in strong bargaining positions (Rubery, 1978) .
Recent years have seen substantial changes in the nature of product markets. In particular, firms have been impelled to respond to intensified competition, both domestic and international. This has manifested itself not only in terms of increased pressure for price reduction, but also in terms of demands for higher quality products and more frequent changes in product specification. Firms have therefore increased their search for strategies aimed at maintaining/attaining competitive advantage (Pettigrew and Whipp, 1991) .
Such strategies can be divided into two main types. The first focuses on direct cost reduction and is generally predominant in markets in which price is a key determinant of competitive advantage. It involves, inter alia, attempts to increase numerical flexibility, lower wages and other conditions of employment and to intensify work effort. In consequence, it can be expected that firms adopting this as their predominant strategy will have moved towards peripheral status.
The second strategy is more concerned with the attempt to create 'high performance work systems' based on the encouragement of teamworking, the generation of higher commitment from their workforces and flexible specialisation in job allocation (Osterman, 1994) . These systems are more typical where product quality and customisation are prime determinants of success (Wilkinson and White, 1994) . They generally involve the development of enhanced working conditions (Drago and Perlman, 1989) and thus it can be expected that firms adopting such practices will move towards the core end of the industrial structure.
The 1980s also witnessed major changes in labour markets in Britain. Of especial importance was the deregulation of the labour market which allowed firms more flexibility (and especially freedom from union constraints) in determining the conditions under which their employees worked (Brown and Wadhwani, 1990) . While some may have used this to reduce labour costs directly (thereby increasing the size of the peripheral sector), others will have used the opportunity to introduce innovations based on the philosophy of human resource management (Guest, 1987) . Many of those firms adopting the latter strategy can be expected to have moved towards core employment conditions.
The wider application of employer strategies aimed at promoting motivation and commitment among workers in order to achieve competitive advantage has led some to question the relevance of a stria segmentation approach. Rubery (1994) , for example, argues that most firms now benefit from employment practices which foster stability and commitment. The complex financial and organisational constraints that also impinge upon individual firms, together with the diverse external market pressures they face, give rise to a range of heterogeneous firms adopting diverse employment practices. Differences between firms are therefore more a matter of degree rather than kind, making it difficult to partition firms along lines traditionally associated with segmentation theory. This view obtains empirical support in the work of Gallie and White (1994) , who find little evidence that the adoption by firms of specially 'primary' or 'secondary' employment practices reflect differences in their structural characteristics. Nor do they find evidence of a clustering of firms according to their employment policies and work practices.
A further issue concerns segmentation within establishments. It has been suggested that new forms of employment contract have meant that segmentation is as likely within firms as between them (Rubery, 1994) . Some firms are seen to have developed a dual strategy in their search for competitive advantage, involving increased functional flexibility and long-term employment relationships for some workers and short-term contracts and sub-contracting arrangements for others (Atkinson, 1985) . Thus it is possible that the identification of distinct core and peripheral establishments will be more difficult. Nonetheless, it can be expected that they will differ in the emphasis which they place on adopting a strategy leading to either core or periphery status. This offers some scope for identifying differentiation.
Empirical framework
The most appropriate test for such segmentation is that using factor analysis, as proposed by Oster (1978) , Buchele (1983) and Reich (1984) . Factor analysis combines the information contained in a set of variables into a smaller set of variables or factors. These factors are derived in such a way as to describe any underlying patterns that exist in the data and are simply linear combinations of the original variables. In the present context, the existence of segmentation would be evident if it is possible to summarise various industrial, workplace and product market characteristics in a small number of factors which are consistent with the segmentation approach. Evidence of segmentation would be based on the nature of the distribution of the factor scores which are computed for each establishment on the basis of the factor coefficient matrix.
Support for the simplistic (bifurcation) version of segmentation theory would require that the distribution of the factor scores is bi-modal, reflecting a strict core-periphery division. However, it is clear that such a conception is simply a special case of segmentation theory, which is centrally concerned with the more general issue of whether denned, establishment-level structures have a distinctive impact on the way in which the economy and, in particular, the labour market itself operate.
Consequently, an alternative approach (which is more congruent with the segmentation approach) is to consider a version of the theory which emphasises structural differentiation as opposed to a clear partitioning of establishments. The central hypothesis is that while strict duality may not be evident in the distribution of factor scores, segmentation theory is still valid if, first, the factors derived can be interpreted within the context of the segmentation paradigm and, second, identified core-periphery divisions are associated with significantly different labour market outcomes. This is, in effect, a test of what Ryan (1981) calls heuristic duality.
The empirical analysis summarised in this paper is thus in two stages. First, consideration is made of the hypothesis that it is possible to identify distinct patterns or correlations in the structural characteristics of establishments, in the characteristics of their workforces and in the employment practices they adopt, as proposed by segmentation theory, and that these patterns are so distinctive that they produce clearly identifiable groups of establishments. The second stage considers the hypothesis that the underlying relationships that are found to exist among establishment, structural and worker characteristics have consequences for labour market behaviour which are congruent with the key postulates of segmentation theory.
The analysis is extended to address a number of issues arising out of the recent research on new employment practices and strategies. To accomplish this, a number of variables proxying key elements in the new employment strategies implemented by employers are introduced. These concern flexible assignment, teamworking, the use of employee appraisal schemes and the undertaking of high levels of training.
It might be argued, however, that a number of the variables used to define the underlying core-periphery division are in fact themselves determined by that division. In particular, the nature of an establishment's workforce may itself depend upon the structural characteristics and employment strategies adopted by the establishment. An additional analysis is therefore undertaken in which supply-side variables are considered outcomes and are excluded from the initial factor analysis. In this analysis only variables relating to the establishment's structural characteristics and its employment practices are used in the factor analysis. Groups identified in this analysis are then compared in terms of both the supply-side worker-characteristic variables and the establishment outcome variables.
Data description
The data used are derived from a matching of the third Workplace Industrial Relations Survey (WIRS3), which was conducted in 1990, and the Employer Manpower Skills Practices Survey (EMSPS), which was conducted on a sub-set of WIRS3 establishments in 1991. WIRS3 was based on a nationally representative sample of establishments in Britain and obtained information about a wide range of product and labour market phenomena. The establishments surveyed employed at least 25 workers.
1 Information 1 This does mean that those very small establishments which are likely to be located in the periphery are not included in the analysis.
was obtained via a series of structured interviews with specialist industrial relations managers, financial managers and union representatives.
The analysis uses a sub-set of die WIRS3/EMSPS sample, based on all establishments operating in the trading sector. A full description of WIRS3 can be found in Millward et al. (1992) . EMSPS was based on all WIRS3 respondents (96%) who said that they did not mind being recontacted. The data were collected between November 1990 and October 1991. The responses can be matched to diose for WIRS3 to produce a data-set of substantial range.
The variables included in diis analysis have been chosen to reflect the factors which have been suggested to underlie the core-periphery partitioning of the industrial structure.' First, there are structural variables which measure firm size, the nature of die product market in which the firm operates, die degree of monopoly power, die level of technology used and die age of the establishment. Second, diere are employment practice variables-die provision of training, the use of employee appraisal schemes and die use of flexible work systems and teamworking. Third, diere are two variables to measure trade union presence/organisation in die establishment-whether diere is a recognised union present and whedier a closed shop is in operation. Gregg and Machin (1988) have suggested diat it is important to differentiate between 'weak' and 'strong' unionism in this area. In their analysis, an establishment widi a closed shop is seen to possess 'strong' unionism and one widi a recognised union but no closed shop is seen to possess 'weak' unionism. Fourth, a number of variables are included to describe the composition of die workforce widiin each establishment. The unfavourable nature of work available in peripheral establishments has been associated with the employment of above-average numbers of women, members of ethnic minorities and casual workers.
Five variables proxying key establishment outcomes were denned in an attempt to see if die distribution of establishments indicated by the factor scores was significandy related to outcomes in the manner suggested by segmentation dieory. These outcomes are voluntary labour turnover, industrial action, the incidence of redundancy, labour productivity and the incidence of low pay in the establishment.
Expected relationships
Traditional segmentation dieory has suggested diat core establishments are most likely to be located where firms have some degree of control over their product markets, produce for national or international markets, are larger dian average, are well established, deploy advanced technology and have high levels of unionisation (Piore, 1970) . More recent analysis in this area has postulated die development of 'new' types of core establishment involving, inter alia, the adoption of flexible assignment, teamworking, appraisal schemes and high levels of off-the-job training (see, for example, Osterman, 1994; Rubery and Wilkinson, 1994) . It is also asserted diat diis could also be linked in many cases to the employment of below-average numbers of female workers (Green, 1992) . Thus two main types of'core' firm can be anticipated in the factor analysis.
A key hypothesis in the earlier segmentation literature was that firms in the core sector will establish a working environment diat encourages lower labour turnover. Peripheral establishments, in contrast, will have working conditions which either do not encourage employment stability or which may even promote job insecurity. It can therefore be expected mat core establishments will exhibit lower voluntary labour turnover. A negative 1 Detailed definitions of all variables are given in Appendix Low pay has always been regarded as a significant distinguishing factor of peripherysegment employment. A negative relationship between core status and the incidence of low pay at an establishment can therefore be expected.
Establishments in the core sector are those that will have the resources to maintain continuing investment and technological innovation. As a consequence, they are likely to have higher levels of labour productivity (Reich, 1984) . However, those which adopt a ruthless cost-cutting approach, many of which can be expected to reside in the periphery sector, are also likely to exhibit above-average productivity, at least in the short run. Notwithstanding this, the high investment route is more likely to yield sustained improvements in productivity. A weak positive relationship can thus be expected between core status and labour productivity.
Core firms are typically characterised by stronger union presence, which may result in higher levels of industrial action. On the other hand, the less desirable working conditions of peripheral establishments are likely to promote a greater propensity for workers in such workplaces to take industrial action. However, the greater visibility of the organised industrial action at the unionised establishments is likely to yield a positive relationship between core status and industrial action.
Finally, because peripheral firms are likely to be characterised by higher levels of labour turnover and greater flexibility in hiring and firing, they will have less need to resort to formal redundancy procedures to reduce the size of their workforces. The incidence of redundancies is thus more likely to be a feature of core establishments, yielding a positive relationship.
The situation for the new types of core firm can be expected to resemble that for the traditional type, with two possible exceptions. Where such firms have a low union presence, it can be expected that the levels of industrial action will be lower for core firms, yielding a negative relationship. Furthermore, where there is an above-average proportion of female workers in the core, the relationship with low pay will be less clear and possibly positive.
Results
Factor analysis
Five groups of variables exhibiting very similar correlations are identified in the factor analysis' and these explain 50-8% of the variation in the data. The Kaiser-Mayer-Olkin measure of sampling adequacy derived from the correlation matrix indicates that the degree of correlation is adequate for factor analysis. The factor loadings shown in Table 1 are standardised regression coefficients derived using the oblique rotation method. Only factor scores with loadings larger than 0-2 are reported.
The distribution of factor scores by establishment is shown in Figure 1 . It is clearly not supportive of a strict bi-modal interpretation of segmentation theory. In all cases there is no evidence that establishments bunch around two or more distinct mid-points.
Nonetheless, close examination of the variables underlying each of the factors identified offers strong support for structural differentiation along the lines suggested in segmentation theory. The first factor identified is one that reflects a number of attributes traditionally associated with core establishments. The pattern identified is of older 1 The number of factors was determined using the criterion that factors are retained if their eigenvalue is greater than one. establishments, which are highly unionised, operate on a large scale and have some control over their product markets. These attributes are indicative of a traditional core industrial sector. Moreover, the pattern of structural characteristics highlighted in Factor 1 is also negatively associated with the employment of women and casual employees, suggesting some degree of overlap between core establishments and employment of primary segment workers. Establishments which score highly on Factor 1 are also more likely to have introduced flexible work systems and formal worker appraisal schemes, indicating that the nature of employment relations in the core has moved towards the 'higher performance work system' model. It is also consistent with research indicating that, far from being obstacles to the introduction of such practices, unions are facilitators of such change (Rose, 1994) . This group of establishments can be termed new-style core.
The second factor loads significandy on establishment size, producing for a national or international market and the level of technology used at the establishment. These establishments possess significant amounts of control over their product markets and are unionised. Many of these variables also figured in Factor 1. The main differences are that the establishments covered by Factor 2 are highly likely to operate in national/ international markets, deploy advanced technology and employ large numbers of workers at the managerial/professional level. Consequendy, these can be termed high technology I large establishments.
The third factor identified is one which loads very highly on the proportion of females employed and the use of new employment practices, such as flexible assignment and teamworking. These establishments are highly unlikely to have control over their product markets or to be highly unionised. They are similar to those establishments identified in Rubery (1994) . They can be termed female/new work practice.
The dominant feature of Factor 4 is whether the establishment has a closed shop agreement. Such establishments are likely to be smaller than average and are unlikely to have control over their product markets. Apart from exhibiting the union bargaining power associated with the closed shop, they have none of the characteristics traditionally associated with die development of core conditions. Such establishments are belowaverage employers of workers from ethnic minorities and have also made little use of new employment practices and strategies. They can be termed closed shop/traditional workplaces.
Factor 5 can be interpreted as reflecting die adoption of new employment practices and strategies as it loads highly on the use of flexible work systems, die provision of training and, to a lesser extent, the use of appraisal schemes. It is likely to exhibit high levels of unionisation and be of above-average size. This grouping further suggests that the introduction of such practices is by no means incompatible with the presence of a union at the workplace. The group can be termed unionlnew work practice.
The factor analysis has therefore identified five distinct types of establishment, all of which conform to die broad postulates of segmentation theory. It does indicate, however, diat recent suggestions diat segmentation is now much more complex than a simple core-periphery divide have much validity. While die second, fourth and, to some extent, first factors conform to die more traditional forms of segmentation, the third and fifth suggest diat the introduction of new forms of work practice in recent years has resulted in die growdi of new types of establishment which do not sit easily widi die more simplistic version of traditional segmentation theory. There would seem to be differentiation radier than just one type of segmentation.
Outcomes
The second stage in testing for segmentation is to consider whedier such segments are associated widi key outcomes in expected ways. In order to undertake this analysis, establishments were allocated to core-periphery groups on the basis of one of two cut-off points, with die break between the core and the periphery denned as being at eidier die second or third decile points of the distribution of their factor scores, with those below the requisite decile being deemed periphery. This is, of course, arbitrary but provides a systematic basis for the definitions used. A comparison is then made between the two groups in terms of employment stability, the incidence of low pay, industrial action, average labour productivity and the incidence of redundancies. The results are shown in Table 2 .
Factor 1, new-style core, is possibly the factor that represents more than any of the others the structural attributes, workforce characteristics and employment practices emphasised in segmentation theory. It can be seen that the two groups of establishments denned in terms of this factor differ in terms of voluntary labour turnover and the incidence of low pay, both of which are higher in those establishments with periphery attributes. Conversely, such establishments have a lower incidence of redundancy, possibly reflecting the consequence of a higher level of natural wastage and/or greater flexibility in hiring and firing. No significant difference was observed for labour productivity or the incidence of industrial action.
The groups of establishments defined according to Factor 2, high technology'/large, are also found to differ in terms of their labour market outcomes. In particular, core establishments have a lower incidence of low pay, voluntary labour turnover, more industrial action, and fewer redundancies. It is notable, however, that core establishments do not exhibit significantly higher levels of labour productivity.
Factor 3, female/new work practice, is found to be significantly associated with three of the labour market outcomes. Specifically, peripheral establishments have lower levels of labour productivity, greater voluntary labour turnover and a greater incidence of low pay. There is also an indication that core firms have a higher level of redundancies. These findings are strongly supportive of the suggestion that the nature of segmentation at the establishment level has changed markedly in recent years and, in particular, of the identification of new forms of core establishment by authors such as Rubery. It indicates that an important employer strategy has been to lower costs and improve productivity by combining the employment of female workers and the deployment of new work practices.
Factor 4 is based on the presence at a workplace of a closed shop and the use of traditional work practices. Such firms have a lower incidence of low pay and higher incidences of industrial action and redundancy than those not possessing such characteristics. These relationships are to be expected. The surprising result is that voluntary labour turnover is not significantly higher in such firms.
The group based on Factor 5, union/new employment practices, exhibits a lower incidence of low pay, and higher incidences of industrial action and redundancy than those not possessing these characteristics. Once again, this can be seen to conform to what might be expected from segmentation theory. It is notable, however, that there are no significant relationships with labour productivity or voluntary labour turnover.
Overall, the analyses offer considerable support for the postulate that the British industrial structure is segmented along the lines suggested in segmentation theory. They also support the proposition that the nature of segmentation is more complex than that posited in simple bifurcation models. In particular, the development of new strategies for organising employment in recent years seems to have resulted in the emergence of distinctively different forms of core establishment. There is also a suggestion that the traditional negative association between unionisation and voluntary labour turnover is not as strong as formerly.
Since the relationship between segmentation in the industrial structure and labour Notes: (i) * denotes that there is a significant difference at the 5% level, or better, between the mean values of the outcome variable for establishments allocated to the periphery sector and other establishments, (ii) The first row of figures in parentheses for each outcome variable refers to the periphery defined in terms of the second decile, the second row of figures to that defined in terms of the third decile. In both cases, the mean for the periphery sector used is the second figure in the parentheses. market outcomes described above may simply reflect the arbitrary cut-off points used, further analysis was undertaken to establish the robustness of the findings. This involved regressing the outcome variables on the factor scores and a set of dummy variables for each decile of the factor scores. The dummy variables are included to capture shifts in the relationship between the factor scores and labour market outcomes.
The results indicate that in most cases the relationship between factor scores and outcome variables is continuous and that no structural breaks are evident. Thus, although associations between the factor scores and the outcome variables of the expected type are observed, there is no evidence of a threshold delineating high and low values. The main exception to this general conclusion concerns Factor 4 (closed shop/traditional workplaces). The regression results for this factor indicate structural breaks in the relationship between industrial action and low pay (at the third decile) and for redundancies (at the second decile). Two other structural breaks are evident: first, the incidence of low pay in the lowest decile of establishments, classified according to Factor 3 (female/new work practice), is significantly higher than one would expect given the underlying relationship between low pay and this factor. Second, for Factor 5 (union/new work practice), both industrial action and the level of redundancies are higher in the first two deciles of establishments in the core sector than the general relationship between these variables and the factors scores would suggest.
An alternative approach
As was mentioned above, an alternative approach would be to carry out a factor analysis based on the structural characteristics and employment practice (or demand-side) variables and to view the workforce characteristics (supply-side variables) as effects together with the outcome variables examined above. The results of this second factor analysis are shown in Table 3 and, to a large extent, mirror the previous findings.
Four factors are derived. The first highlights the correlation that exists between age of establishment, employment size, monopoly control in the product market and a strong union presence. As in the first factor analysis, this can be interpreted as synonymous with traditional core establishments. Once again, two of the new work practice variables are significant and positive. Factor 2 loads highly on flexible work practices and teamworking, which are found to be associated with low levels of unionisation. This factor groups those establishments which have been most responsive to the arguments in favour of introducing new employment practices based on human resource management techniques and can be termed non-union/new work practice. The third factor is one that brings together large-scale, high technology establishments, which produce for national and international markets and which have a strong union presence. This also mirrors Factor 2 in the first analysis in identifying large firms using high technology. The fourth factor is one which emphasises training, flexible working and teamworking; it is associated with a closed shop and operates in sub-national product markets. It can be termed local/new work practice.
The distribution of establishments based on the factor scores for these four factors again produced no evidence of bi-modality for grouping establishments into coreperiphery sectors (see Figure 2) .
Once again, the second and third deciles were used as cut-off points for each factor in order to compare outcomes. The results are shown in Table 4 and are similar to the earlier findings. Perhaps the most significant finding is that for all four factors there is a significant difference between the proportion of women employed in core and peripheral establishments. This supports the earlier findings of the importance of gender as a basis for segmentation both in the labour market and in the industrial structure. (12-4 (017 (018 (0-40 (0-49 (0-28 (0-29 (0-24 (0-25 (34-2 (32-4 (015 (016 (0-20 (0-20 (11-4 (10-9 -17- 12-9)* -131)* Notes: (i) * denotes that there is a significant difference at the 5% level, or better, between the mean values of the outcome variable in establishments in the periphery sector and other establishments, (ii) The first row of figures in parentheses for each outcome variable refers to the periphery defined in terms of the second decile, the second row of figures to that defined in terms of the third decile. In both cases, the mean for the periphery sector used is the second figure in the parentheses.
In order to examine the nature of the relationship between the underlying structural characteristics and the outcome variables, the latter were again regressed on the factor scores for each of the four factors together with a series of dummy variables for each decile to capture shifts in the underlying relationships.
1 Again, the results indicate that the correlations between the factor scores and the outcome variables are, in most cases, highly significant and have the expected sign, and they are continuous with very few of the shift dummies significantly different from zero. The exceptions to this general conclusion are, first, that significantly more woman are found in establishments located in the bottom two deciles of the periphery sectors for all four factors than the underlying relationships would suggest. Second, industrial action is significantly lower in the bottom three deciles of establishments in the periphery. Finally, there is some evidence that the relationship between factor scores and the level of redundancies shifts upwards after the bottom three deciles of establishments in the periphery sectors.
Conclusions
The analysis outlined in this paper offers strong evidence in favour of the hypothesis that the labour market in Britain is segmented. It is a more powerful investigation of this hypothesis than previous analyses owing to the deployment of a set of tests which are highly congruent with the underlying theory and the use of disaggregated data which are rich in die key areas identified in segmentation theory. Not only does this analysis suggest that establishments can be meaningfully divided into segments, but it also shows that these segments have bodi die characteristics expected of core-periphery establishments and relationships with key labour market outcomes that are predicted by segmentation theory.
There is, however, strong evidence in support of the proposition (for example, Rubery, 1994) diat recent changes in die labour market, especially in relation to new employer strategies to attain/sustain competitive advantage, have altered die nature of segmentation. Consequently, it is important to diink in terms of structural differentiation radier dian a dominant type of segmentation. Furthermore, diere is evidence diat diis differentiation is closely associated widi gender, as suggested in Green (1992) .
In contrast witii much earlier UK research, but in common widi US research, die paper dierefore indicates diat diere are strong grounds for an analysis which takes segmentation as its starting point and examines die complex interactions between product and labour markets which generate die patterns of segmentation observed. Segmentation exists, but not in die form suggested by many simple dualist models. 
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